2009). Conceptually, people with a high sense of NC experience feelings of obligation because they believe their organization has supported them in some way. This suggests NC is inherently tied to individuals' sense of self-worth (Meyer et al., 2004) . As self-worth is a well-known resource individuals can capitalize on during tough times (Hobföll, 2001) , we may expect NC to be negatively related to emotional exhaustion. This leads to the following hypothesis:
Hypothesis 1c: Time 1 NC will be negatively related to Time 2 emotional exhaustion, controlling for Time 1 emotional exhaustion.
Organization-Based Self-Esteem as a Moderator
In this section, we make the point that OBSE will exacerbate the effect of LA on emotional exhaustion, hence contributing to drain individuals' emotional resources. OBSE reflects the selfperceived value that individuals have of themselves as important, competent, and capable individuals within their employing organizations (Pierce & Gardner, 2004) . Although it is mainly built through work experiences (Pierce, Gardner, Cummings, & Dunham, 1989) , OBSE is also strongly associated with global self-esteem (e.g., Jex & Elacqua, 1999; Pierce et al., 1989) and shares much of its functioning. According to self-verification theory (e.g., Swann, 1983) , selfesteem -and, by extension, OBSE -basically serves a self-regulatory function. This theory states that "people are motivated to verify, validate, and sustain their existing self-concepts" (Leary, 2007, p. 324) .
As an example of the operation of self-verification theory, Stinson et al. (2010) demonstrated that when the environment's feedback (e.g., feedback concerning one's relational value to others) is consistent with one's self-esteem, people experience feelings of authenticity, control and certainty. In contrast, when the feedback is inconsistent, feelings of discomfort are generated, resulting in efforts to solve the discrepancy between feedback and self-esteem. Over time, these efforts ultimately draw on one's emotional resources. Furthermore, self-verification has been shown to operate the same way with OBSE as with generalized self-esteem (Wiesenfeld, Swann, Brockner, & Bartel, 2007) .
Among the four dimensions of commitment examined in this study, LA represents the most externally regulated dimension. In a recent study, LA was found to strongly correlate with externally regulated motivation, while AC, NC, and HS primarily correlated with more internalized forms of regulation (Gagné, Chemolli, Forest, & Koestner, 2008) . Thus, while other forms of commitment are mainly driven by internal motives and could thus hardly be seen as a form of social feedback from the environment, LA stems from individuals' assessment of the extent to which the environment offers valuable employment alternatives (Meyer et al., 2002; Meyer & Herscovitch, 2001 ). In the terms of self-verification theory, LA involves a judgment about the extent to which the individual's competencies are sought after in the labor market.
Such a judgment, as perceived by the individual, thus incorporates a feedback from the environment regarding one's value in the market. This feedback may result either in consistency or inconsistency with one's self-view. If the feedback is incongruent, the individual will engage in intense regulatory efforts to make sense of the feedback in order to reduce the discrepancy, resulting over time in regulatory or resource depletion (Stinson et al., 2010) .
Thus, consistent with Stinson et al. (2010) emphasis on the regulatory function of selfesteem, we reasoned that individuals' OBSE will interact with LA in the prediction of emotional exhaustion. Specifically, for low-OBSE individuals, LA should be interpreted as being consistent with their self-view. In other words, the perception that their competencies are not sought after in the job market (LA) is consistent with the negative evaluation they hold of themselves (low OBSE). In contrast, for high-OBSE individuals, LA is likely to be incongruent with their selfview. That is to say, the acknowledgment of few job opportunities will be inconsistent with their view of themselves as important and competent employees. Therefore, the regulatory efforts expected to be exerted to solve the discrepancy will be important, and over time, will lead to resource depletion. Thus, in line with COR theory principles, LA should lead to more severe emotional drain over time among high-OBSE individuals due to intense self-regulatory efforts (e.g., actively seeking alternatives or attempting to make oneself more attractive for potential employers) (Hobföll, 1989; Stinson et al., 2010) . This leads to the following hypothesis:
Hypothesis 2: Organization-based self esteem moderates the relationship of Time 1 LA to Time 2 emotional exhaustion, controlling for Time 1 emotional exhaustion, such that this (positive) relationship will be stronger when organization-based self esteem is high.
Emotional Exhaustion and Turnover
Understanding the factors that lead to employee turnover is a critical issue for organizations (Steel, Griffeth, & Hom, 2002) . Some researchers have argued that emotional exhaustion counts among those factors that make employees more likely to withdraw from the organization (e.g., Cropanzano, Rupp, & Byrne, 2003; Westman & Eden, 1997) . Supporting this view, reviews and meta-analytic findings reveal that emotional exhaustion is consistently positively related to turnover intentions and actual turnover (Cordes & Dougherty, 1993; Lee & Ashforth, 1996; Swider & Zimmerman, 2010) . From a COR theory perspective, emotional exhaustion's role in turnover relates to the resource depletion process it entails (Hobföll, 1989) . Indeed, when people are exhausted, their personal resources are spent, and as a consequence, they engage in avoidant and withdrawal coping strategies to protect themselves from further damages to their health (Cole & Bedeian, 2007; Halbesleben, 2006; Hobföll, 2002; Wright & Cropanzano, 1998) . In fact, if employees reason that feelings of exhaustion and frustration with their work conditions will not subside, they may decide to leave in order to protect themselves (Siegall & McDonald, 2004; Swider & Zimmerman, 2010) .
Our purpose in this study is to demonstrate that the "resource depletion" process (i.e., emotional exhaustion) described above has a unique contribution to turnover that should not be confounded with the "social exchange" process that explains organizational commitment's influence on turnover. Prior empirical research has generally failed to distinguish these two processes as sources of influence on turnover. This issue is worth clarifying because research has demonstrated that organizational commitment, particularly AC, correlates significantly with emotional exhaustion (e.g., Cole & Bedeian, 2007; Lee & Ashforth, 1996) . Therefore, it is unclear whether the relationship of emotional exhaustion to turnover which has been observed in past research (e.g., Wright & Cropanzano, 1998 ) is actually due to its shared variance with organizational commitment. As stated by commitment theory (Meyer & Allen, 1991) , low levels of commitment (e.g., AC) are associated with increased turnover because the underlying social exchange relationship with the organization is disappointing (e.g., the employee perceives having low support and poor job conditions). In contrast, following COR theory principles (Hobföll, 1989) , emotional exhaustion leads to turnover because resource depletion makes leaving a behavior that protects the individual from further damage (Siegall & McDonald, 2004; Swider & Zimmerman, 2010) . The two mechanisms are conceptually distinguishable. Therefore, the following, remaining hypothesis is proposed:
Hypothesis 3: Time 1 emotional exhaustion will be positively related to Time 2 turnover, controlling for Time 1 organizational commitment components.
Method

Sample and Procedure
As part of a larger survey, 57 prospective participants -employees and managers from the third author's network -were contacted for participation in a longitudinal study of work attitudes. They were also asked to forward an introductory message to employees and managers from their own network. Email invitations containing a link to the online questionnaire were sent to 1060 individuals. The introductory message explained the purpose of the study and that participants would have to complete two online surveys spaced one year apart, and assured them that responses would be kept confidential. In total, 403 participants provided valuable responses to the first questionnaire, for a 38% response rate. One year later, respondents were contacted via email to complete the second survey. Among them, 260 provided usable responses, for a 65% response rate. Organizational commitment components (AC, NC, HS, and LA), OBSE, and demographics were measured at Time 1 while emotional exhaustion was measured at Time 1 and Time 2. Turnover data were collected at Time 2. Respondents had the option of answering the Time 1 questionnaire either in French or in English, and were invited to complete the Time 2 questionnaire in the language which they had chosen at Time 1. One sample t tests of the effect of language on responses to substantive variables of the study were found to be non significant.
Among respondents for whom complete data were available across Time 1 and Time 2 for purpose of analysis (N = 260), average age was 34.60 years (SD = 8.51), average organizational tenure was 7.61 years (SD = 6.98), 46% were male, and 82% answered the French versions of the surveys. Among participants, 32.8% held managerial positions, with the remainder holding non managerial positions; and 49.8% of them worked in the public sector. A large variety of industries and occupations was represented in the sample, including information technology (11.2%), health services (10.8%), engineering and architecture (9.2%), human resources management (7.7%), education (7.3%), consulting (5.0%), and marketing (5.0%).
To determine whether subject attrition led to non-random sampling across time, we tested whether the probability of remaining in the sample at Time 2 was predicted by Time 1 variables (see Goodman & Blum, 1996) . The criterion was a dummy-coded variable classifying respondents as stayers vs. leavers, and the predictors were the Time 1 substantive variables (commitment, OBSE, and emotional exhaustion) and demographics (gender, age, language, and tenure). The result for the overall equation was non significant and none of the predictors were significant (the complete results are available upon request). This suggests that data attrition across time was randomly distributed in this study. 
Measures
Control variables.
We followed Becker's (2005) recommendations to determine whether demographics should be controlled for in our substantive analyses. As demographics were exhaustion ( = .14, p < .05), yet the sign of the relationship was positive rather than negative.
Hypothesis 1c which predicted a negative relationship between the two is thus rejected.
Hypothesis 2.
As Hypothesis 2 predicted a moderating effect of OBSE on the relationship between Time 1 LA to Time 2 emotional exhaustion, controlling for Time 1 emotional exhaustion, a moderated multiple regression approach was used. Following Aiken and West (1991), we centered predictors (i.e., Time 1 commitment components and OBSE) prior to creating the interaction terms. We controlled for interactions of OBSE with the other commitment components (see Model 3 in Table 3 ) prior to introducing the Time 1 LA x OBSE product term (see Model 4 in Table 3 ). As can be seen, the interaction terms introduced at step 3 were non significant and did not account for significant variance in Time 2 emotional exhaustion ( R 2 = .02, ns). In contrast, at step 4, Time 1 LA interacted significantly with OBSE (β = .14, p < .05) and accounted for a significant portion of the variance of Time 2 emotional exhaustion ( R 2 = .02, p < .05).
To understand the form of this interaction, we plotted the regression line for Time 2 emotional exhaustion on Time 1 LA at 1 SD below and 1 SD above the mean of OBSE (cf. Aiken & West, 1991) . Figure 1 provides the graphic depiction of this interaction. exhaustion, would be stronger and positive when OBSE is high, is thus supported.
Hypothesis 3. As Hypothesis 3 involved the prediction of a dichotomous outcome variable (i.e., turnover), we tested it using logistic regression. Time 1 commitment components and OBSE were entered as controls at step 1 while Time 1 emotional exhaustion was entered at step 2. The results are reported in Table 4 . As can be seen, commitment components and OBSE accounted for significant variance in turnover (Nagelkerke R 2 = .14, p < .01) and among these predictors, HS was the sole variable to exert a significant and reducing effect on turnover likelihood (B = -.72, p < .001; see Table 4 , Model 1). Of utmost importance, Time 1 emotional exhaustion, which was introduced at step 2, was significantly and positively related to turnover (B = .41, p < .05; see Table 4 , Model 2) and accounted for significant incremental variance in turnover (Nagelkerke R 2 = .03, p < .05). Hypothesis 3, which predicted that Time 1 emotional exhaustion would be positively related to turnover, controlling for the effects of organizational commitment components, is thus supported.
Discussion
In a time-lagged study of the relationships among four components of organizational commitment (AC, NC, HS, and LA), emotional exhaustion, and turnover, we found (a) LA and NC to be positively related to Time 2 emotional exhaustion, controlling for Time 1 emotional exhaustion, (b) OBSE to exacerbate LA's relationship to emotional exhaustion, and (c) emotional exhaustion to account for unique variance in turnover, over and above commitment.
These findings bear important implications for research and practice that we outline below.
Theoretical Implications
Our findings provide some valuable insights into how commitment dimensions and emotional exhaustion relate to one another over time. First, while prior research has generally reported a negative association between AC and emotional exhaustion (e.g., Babakus et al., 1999; Cole & Bedeian, 2007; Kalliath et al., 1998; Lee & Ashforth, 1996; Schmidt, 2007) , this research has been limited by its cross-sectional nature. In contrast, the present study controlled for prior levels of emotional exhaustion. We see this as the primary reason as to why i.e., an obligation one owes to an organization, and in other cases, to a moral imperative (see also Meyer & Parfyonova, 2010) . The indebted obligation facet appears to be more externally regulated and constrained than the moral imperative facet. Gellatly et al. found that the former tends to emerge when NC is associated with high levels of CC while the latter emanates from a combination with high levels of AC. Although it is unclear which facet emerged in the present study, the notion of perceived obligation that underlies NC may simply be experienced by individuals as a source of constraint, hence a lack of autonomy in general, which may be emotionally draining over time. Obviously, more work is needed on NC, particularly on how it affects individuals' well-being and emotional resources.
Third, it is difficult to compare our results regarding the role of CC in emotional exhaustion with previous research on this issue, because past studies generally used a unidimensional CC scale that merged the HS and LA dimensions (e.g., Somers, 2009; Wasti, 2005) . These studies generally showed that CC was positively related to emotional exhaustion (e.g., Bakker, et al., 2003; King & Sethi, 1997) . However, the present study reveals that LA may bear stronger implications for emotional exhaustion than HS. In fact, individuals with high levels of LA experience feelings of entrapment and justify their membership in the organization to themselves by the perceived lack of employment opportunities. As a result, their commitment reflects purely external regulation, and is therefore associated with a lack of a key individual resource, autonomy (Hobföll, 2002; Ryan & Deci, 2000) . In addition, as suggested by COR theory (Hobföll, 1989) , LA affects another important resource, employment, which contributes to shape individuals' identities. Thus, high LA threatens a major role involvement in individuals' life, which may drain their emotional resources. Our findings are consistent with the view that resource loss and gain are different psychological experiences, and that resource loss or the threat of such loss (herein represented by LA) is more likely than the presence of valuable resources (herein associated with AC) to impact emotional exhaustion (Halbesleben & Buckley, 2004) . Future research on relationships between LA and HS and emotional exhaustion should explore which resources are affected by these CC components and determine whether resource loss is a mediator of these relationships.
The importance of LA in the resource depletion process is also illustrated by the moderating role played by OBSE. We found that LA was associated with more emotional exhaustion among high-OBSE individuals, signaling that these individuals found it more difficult to perceive a lack of employment alternatives, as such a perception is not consistent with their self-views as important and competent people. In fact, LA inherently suggests one's competencies are not sought after in the labor market, which represents perceived negative feedback from the environment. According to self-verification theory (Swann, 1983) , negative feedback is experienced more negatively by high-OBSE people because such feedback is not consistent with their self-view. Therefore, these people engage in efforts at solving the discrepancy. These efforts ultimately result in performance deficits (Stinson et al., 2010) and emotional drain over time. This helps explain why LA led to more emotional exhaustion among high-OBSE individuals in this study. Future research should examine whether such emotional drain mediates the effects of self-regulatory efforts on task performance.
It would be worthwhile to examine whether the effect of LA on emotional exhaustion is partly mediated by state negative affectivity. Feelings of entrapment that accompany LA may indeed engender negative emotions which are known to be associated with burnout and stress (e.g., Alarcon, Eschleman, & Bowling, 2009; Schaubroeck, Ganster, & Fox, 1992) . Along that line, emotional exhaustion has been found to be the strongest meta-analytical correlate of negative affectivity (Thoresen, Kaplan, Barsky, Warren, & de Chermont, 2003) . Further, as negative affectivity involves negative and pessimistic views of the external environment, it does seem to be a natural fit to LA which refers to negative perceptions of one's opportunities in the job market.
Similarly, the controversy as to whether LA is a form of commitment or an antecedent to other forms of commitment such as HS (Powell & Meyer, 2004) requires attention. In our view, as far as organizational commitment is conceived of as a perceived bond with the organization (Klein et al., 2009 ), a variety of rationales -among which perceived lack of employment is but one example -may serve as "sense makers" of one's membership in the organization. As prior research has sometimes reported LA to be uncorrelated to turnover cognitions and turnover (Bentein et al., 2005; Meyer et al., 2002) , it is tempting to conclude that LA does not really tap into the commitment construct. Our argument at this point is that, because LA is based on a purely external regulation of the behavior (i.e., perceptions of employment opportunities), it may engender negative emotions which in turn may drain individuals' resources, and hence lead to emotional exhaustion. This COR theory perspective has rarely been applied to the commitment construct but our data show that this perspective provides a novel understanding of commitment's workings, particularly its LA component.
To further pursue this line of research, it would be worth looking at whether LA increases turnover likelihood over time via its resource draining effects. Our data did not allow us to test such a proposition. To examine this, one should have at least two measurement points where LA and emotional exhaustion are measured and a later time at which turnover data are collected. It would then be possible to determine whether LA influences turnover via change in emotional exhaustion over time. As our data revealed that resource depletion adds to the prediction of turnover beyond what is explained by commitment components, and that LA contributes incrementally to drain regulatory reserves, this prediction makes sense. Moreover, it would open a new avenue, aside from the social exchange approach (Blau, 1964) , to the understanding and prediction of turnover.
Our finding that emotional exhaustion contributed incrementally to increase turnover likelihood, controlling for organizational commitment, adds to the literature in several ways.
First, past research that reported emotional exhaustion to contribute to turnover did not generally control for organizational commitment (e.g., Wright & Cropanzano, 1998) . This study may thus be the first illustration of the unique contribution of the resource depletion explanation based on COR theory (Hobföll, 1989) Second, of utmost interest, AC was not a significant predictor of turnover in this study, an unusual finding (Meyer et al., 2002) . This has important theoretical implications. While research has shown that AC is strongly associated with positive affectivity (Thoresen et al., 2003) and is thus emotion-laden, the fact that emotional exhaustion taps into that aspect of the commitment concept and offsets the effect of AC suggests the identification basis of AC does not suffice to predict turnover. Rather, the sole commitment component to explain turnover was HS, which refers to the side bets accumulated through organizational membership (Becker, 1960) , reflecting an instrumental/calculative rather than an emotional attachment. Future research is obviously needed to replicate our findings and disentangle the respective roles of emotional and instrumental processes as captured by emotional exhaustion, AC, and HS, in the explanation of turnover behavior.
Practical Implications
This study's findings suggest organizations may be well advised to prevent LA from occurring. This can be done by updating employees' competencies through training and development. Indeed, higher perceived competencies may lead to career mobility and help employees remaining confident in their value on the job market (Ito & Brotheridge, 2005) . This may ultimately result in lower LA. Alternatively, organizations may wish to fight the devastating effects of emotional exhaustion. Indeed, our data support the view that resource depletion acts as a key mechanism through which turnover occurs over time. For example, recent meta-analytical work (Crawford, LePine, & Rich, 2010) suggests that reducing hindrance demands (e.g., administrative hassles, emotional conflict, resource inadequacies, etc.) and fostering resources (e.g., autonomy, feedback, rewards and recognition, etc.) are two measures that should pay off in terms of burnout reduction.
As NC was positively associated with emotional exhaustion over time, organizations would be well advised to look at ways that facilitate the emergence of its positive facet (i.e., a sense of "moral imperative"), for example by fostering both AC and NC. Indeed, as Gellatly et al. (2006) have shown, such a combination is experienced as being more autonomously driven, hence less demanding. In fact, the positive association between NC and emotional exhaustion may be counteracted in contexts where AC is concomitantly fostered. This may happen in organizations that provide employees with a sense of socioemotional support and the feeling of being cared about (Rhoades et al., 2001) . Indeed, perceived support has been shown to be a strong driver of AC as well as NC (Meyer et al., 2002; Rhoades, & Eisenberger, 2002) . Therefore, organizations that are generally supportive of their employees may ultimately elicit the positive facet of NC by encouraging the development of AC. In the end, this may reduce the positive association -as observed in this study -between NC and emotional exhaustion.
Finally, organizations should pay attention to situations where individuals come to develop high levels of both LA and OBSE, as this may engender particularly detrimental effects in terms of resource depletion. As research has established that organizational practices can be the source of higher OBSE (e.g., Bowling, Eschleman, Wang, Kirkendall, & Alarcon, 2010; Scott, Shaw, & Duffy, 2008) , organizations should take care that such effects are not accompanied by high levels of LA. In fact, some work practices may be associated with both enhanced OBSE and reduced LA. For example, job complexity and autonomy, high-quality leader-member exchanges, and organizational support have all been found to be positively (and strongly) associated with OBSE (Bowling et al., 2010) . At the same time, job complexity and autonomy may increase employees' actual competencies and stronger leader-member exchange and organizational support may increase employees' confidence that their skills are valuable on the job market. As a result, LA should be reduced. Along this line, practitioners working in career development may focus on providing employees with job assignments that help employees develop marketable competencies and offer decision latitude. These work devices are likely to lead to stronger OBSE and lower LA. Similarly, line managers may want to create higher quality relationships with their employees through mentoring practices for example, and convey messages regarding the support employees may expect to get from the organization. These actions may also lead to stronger
Limitations
This study has limitations. First, our data were collected from a convenient sample of employees from a variety of organizations. Findings thus need to be replicated in other samples, from various occupational settings. For example, as burnout is thought to be prevalent in human service organizations, it would be worth conducting similar research among nurses, teachers, and other professionals, and determine whether our findings still hold. Second, our study included relatively few cases of voluntary turnover (n = 31), which may have reduced our ability to detect some effects in our sample. Third, although our study used a time-lagged design, the precise time interval that needs to be kept between measurement occasions for effects to be detectable is unknown. Pursuing longitudinal studies with different time frames is necessary to get a more precise knowledge of the appropriate time lag between times. Fourth, the present study should be Finally, our data did not allow us to examine organizational influences on our study variables.
Future research should examine whether such variables as leader-member exchange and perceived organizational politics, to name a few, influence relationships among commitment, emotional exhaustion and turnover. This endeavor may have important practical implications for organizations.
Conclusion
Using a COR theory perspective, the present study breaks new ground by examining the contribution of organizational commitment to emotional exhaustion over time. Among four commitment dimensions, LA and NC were found to relate to increased emotional exhaustion over time. In addition, LA's effect was exacerbated by individuals' OBSE. Further, we found emotional exhaustion to exert unique effects on turnover, over and above organizational commitment. Our findings demonstrate the importance of COR theory (Hobföll, 1989) as a framework to understand the relationships among organizational commitment, emotional exhaustion, and turnover. The present study also highlights the dark side of organizational commitment by showing that when commitment is solely based on external regulation, employees and organizations alike sustain negative outcomes. 4 OBSE x Continuance-alternatives commitmentTime  .14* .02* Note. OBSE = Organization-based self-esteem. Model statistics: Model 1: F (1, N = 258) = 68.77, p < .001; Model 2: F (6, N = 258) = 14.36, p < .001; Model 3: F (9, N = 258) = 10.21, p < .001; Model 4: F (10, N = 258) = 10.00, p < .001. *p < .05; **p < .01; ***p < .001. 
